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INTRODUCTION 


CHAPTER CONTENT: 

>WHAT ARE THE DIMENSION AND ELEMENTS 
ADEFINITION 

> ACTION PLAN PROCESS FLOW 
AEXPECTATION 
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BEFORE WE START! 

WHAT ARE THE DIMENSIONS 
COVERED IN 2019 SABIC EMPLOYEE 
SURVEY 


MY WORK 


MY COMPANY 



Performance Culture 


The “Performance Culture” Dimension has: 


7 Elements 


1 

2 

3 

4 

5 

6 
7 


Recognition from SABIC 
Authority to make decisions 
Clear expectations 
Linking Rewards To Performance 
Performance Appraisals 
Setting clear priorities 
Clear accountabilities 
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BEFORE WE START! 

ACTION PLAN PROCESS FLOW 



Select element(s) based on your 
survey results and your team's 

priorities 



Understand the potential causes 
for scoring low favorability in 

element(s) 


Assess your situation in the 
element(s) you chose 



Align with your management and 
team and select best practices 



Plan your action 



Choose Actions 



Prioritize Actions 


Implement your Actions 






ELEMENTS OVERVIEW 

What To Expect In This Chapter: 


• Understand each element and have a general 
Idea about its business case. 


Align with your team and choose two or three 
elements that will work on. 
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PERFORMANCE CULTURE 

ELEMENTS 

As part oF the employee survey each dimension contain 
question that link to an element. Below are the elements 
For this dimension; 



RECOGNITION FROM SABIC 


SURVEY QUESTION: Senior Management provides recognition for performance 
that is above and beyond normal job responsibilities. 


BUSINESS CASE: 

Providing employees with performance-related Feedback is a critical management 
practice. IF you want your employees to perForm at their best, they need to 
understand that their achievements are valued. 

While many managers may think that Financial rewards should suFFice as a method 
oF recognition, this is not the case; non-Financial recognition (such as 
acknowledgement and positive Feedback) is critical and FulFills a basic human need 
For esteem and a sense oF purpose. 

WHAT DOES LOW FAVORABILITY MEAN? 

From a cultural perspective, employee behaviors that are recognized send a 
strong message regarding the types oF behavior the organization Finds 
strategically important. 
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PERFORMANCE CULTURE 

ELEMENTS 

As part oF the employee survey each dimension contain 
question that link to an element. Below are the elements 
For this dimension; 



Authority to make decisions 


SURVEY QUESTION: I have the decision-making authority I need to do my job 
effectively 

BUSINESS CASE: 


One of the best ways to increase engagement and performance is to make sure 
employees feel empowered to do their job effectively. If you want your 
employees to be innovative, solution-oriented, and service-focused, you need to 
make sure they feel authorized to make decisions and take appropriate risks. 


WHAT DOES LOW FAVORABILITY MEAN? 


They will be little more than automatons, doing their work in a mindless way. 



Clear Expectation 


SURVEY QUESTION: have a dear idea of the results expected of me in my job. 


BUSINESS CASE: 

Providing employees with performance-related feedback is a critical management 
practice. If you want your employees to trust and support you, employees should 
receive feedback regularly, not just during the official performance appraisal 
process. Research shows that feedback helps generate actions that will help 
employees, as well as their workgroups, meet their objectives and perform well. 

WHAT DOES LOW FAVORABILITY MEAN? 

When employees feel the cooperation is not going smoothly, this will not only 
impact their job satisfaction and performance, but also that of other teams 
involved. 
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PERFORMANCE CULTURE 

ELEMENTS 

As part oF the employee survey each dimension contain 
question that link to an element. Below are the elements 
For this dimension; 



Linking Rewards To Performance 


SURVEY QUESTION: Where I work, promotions are based on a person's ability. 


BUSINESS CASE: 


Promoting employees based on their ability is a way to recognize those on your 
team. IF you want your employees to be Feel recognized, more motivated and 
engaged, it is extremely important to pay very close attention to iF there is need 
For any promotions in your team. 


WHAT DOES LOW FAVORABILITY MEAN? 

When team members don't Feel recognized, speciFically by promotion based on 
how they perForm, they become demotivated and detach From the workplace, and 
as a result, productivity suFFers. Research shows that employees that Feel 
recognized are more engaged, loyal, motivated and perForm better at their jobs. 



Performance Appraisals 


SURVEY QUESTION: The last performance appraisal I received was both Fair and 
accurate. 

BUSINESS CASE: 

When employees do not consider performance appraisal to be Fair or accurate, it 
is likely they will Feel unappreciated and Frustrated, causing them to become 
disengaged and to devalue the appraisal process in the Future. Research shows 
that when employees believe they are receiving accurate and Fair Feedback, they 
are more likely to take their appraisal seriously and act on the results, 
ed to make sure they take their performance appraisals seriously. 

WHAT DOES LOW FAVORABILITY MEAN? 

When employees Feel the cooperation is not going smoothly, this will not only 
impact their job satisFaction and performance, but also that oF other teams 
involved. 
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PERFORMANCE CULTURE 

ELEMENTS 

As part oF the employee survey each dimension contain 
question that link to an element. Below are the elements 
For this dimension; 



Setting clear priorities 


SURVEY QUESTION: I have the decision-making authority I need to do my job 
effectively 

BUSINESS CASE: 


One of the best ways to increase engagement and performance is to make sure 
employees feel empowered to do their job effectively. If you want your 
employees to be innovative, solution-oriented, and service-focused, you need to 
make sure they feel authorized to make decisions and take appropriate risks. 


WHAT DOES LOW FAVORABILITY MEAN? 


They will be little more than automatons, doing their work in a mindless way. 


Clear accountabilities 


SURVEY QUESTION: Where I work, dear priorities are set for what needs to be 
done. 

BUSINESS CASE: 

Setting clear, shared goals for a team is the basis for its performance. Team 
priorities (and the performance they promote) are essential for engagement and 
commitment. If you want your employees to persist in challenging situations and 
support one another in the face of obstacles, set clear group goals. 

WHAT DOES LOW FAVORABILITY MEAN? 

higher and more challenging goals promote higher team performance; they invite 
team members to contribute their knowledge and experience to the group, and 
provide needed direction and motivation when new challenges present 
themselves. 
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NOW SELECT THE ELEMENTS: 

(click on the element for the next step) 


Performance Culture 


Recognition from SABIC 
Authority to make decisions 


Clear expectations 


Linking Rewards To Performance 


Performance Appraisals 


Setting clear priorities 


Clear accountabilities 































































































Performance Culture 


1. Recognition From SABIC 


What to expect in this chapter! 


• Potential causes for having low 
Favorability in "Teamwork within 
Department" element. 


• Clarifying current situation using 
templates to evaluate it. 


• List of best practices for your action 
planning. 
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WHY LOW FAVORABILITY? 

POTENTIAL CAUSES 

Having Low favorability in this element could 
be due to the following causes: 


LACK OF INTEREST — A manager who is not 
invested in the team’s professional 
development. 


LACK OF AWARENESS — A manager who does 
not have enough knowledge of the 
employee’s work to provide feedback and 
recognition. 


POOR COMMUNICATION — A manager who is 
not comfortable communicating (or does not 
know how to best communicate) recognition 
to employees. 


UNCLEAR TARGETS — A lack of clear 
performance targets within the group to 
guide employee feedback. 








Classification: Internal Use 


CLARIFY CURRENT SITUATION 

WHERE DO YOU STAND 


To clarify current situation in this element, and 
ofifier more clarity and understanding. Follow the 
below process; 



Assess Yourself 


Print out "ASK YOURSELF" page 
and answer the question. It will help 
you clarify your situation. 




Sit with Your Team 

Print out "ASK YOUR TEAM " page 
and use it in your interview with 
your team 






w 


Write Agreed upon 


Recommendation 


L_ 

_ J 
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ASK YOURSELF 

RECOGNITION FROM SAB/C: 


• Think about the ways that you address performance 
within your workgroup. Are you comfortable providing 
positive feedback to employees? Do you recognize 
accomplishments in a timely manner? 


• Can you see a connection between what the 
workgroup accomplishes and how the company 
performs? 


• Have you been explicit with employees regarding their 
performance expectations? 


• Do you know what each employee is trying to achieve 
at work - and their progress towards these goals? 


CHEMISTRY THAT MATTERS 
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ASK YOUR TEAM 

RECOGNITION FROM SAB/C: 


Our results suggest that the workgroup does not Feel 
that their work is adequately recognized. Can anyone 
give me an example oF where they Felt they (or the 
workgroup) did a great job, and it was not 
acknowledged in the way it should have been? 


• Are there any parts oF our work where more clarity is 
needed regarding the sorts oF behaviors we value as 
an agency? 


• What types oF recognition are important to you? What 
can I, as your manager, do more oF to help you Feel 
valued? 


CHEMISTRY THAT MATTERS 
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BEST PRACTICES 

TIME FOR CHANGE 

After aligning with your manager and team, you will now 
be able to select the best practices which will support 
you in overcoming the causes of low favorability rank in 
this element. Choose recommended actions as per the 
below: 

• Measure progress: Track employees' progress in light of 
their individual goals as well as the workgroup's goals. 
Regularly communicate their progress and the value it has 
to the group and the agency. 


• Share your thoughts: When giving verbal praise and 
recognition, be specific, focus on concrete 
accomplishments and provide the feedback or recognition 
in a timely manner. 


• Start a pattern: Set aside time during individual and group 
meetings to recognize employee accomplishments. Plan 
and prepare for this regular occurrence by gathering 
regular information from the team about its progress. 


• Adjust as you go: Offer employees a way to let you or a 
trusted advisor know when they feel the feedback they 
have received is not as motivating as it could be. 
Encourage employees to role model the type of praise 
they would like to receive by offering it to others within the 
group. 


After selecting the action you want to work with 
Click here to write down your Action 


CHEMISTRY THAT MATTERS 
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Performance Culture 


2. Authoritu to make decisions 


What to expect in this chapter! 


• Potential causes for having low 
Favorability in "Knowledge sharing with 
other teams" element. 


• Clarifying current situation using 
templates to evaluate it. 


List of best practices for your action 
planning. 
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WHY LOW FAVORABILITY? 

POTENTIAL CAUSES 

Having Low favorability on this element 
could be due to the following causes: 


Lack of Trust - You may not fully trust your 
employees enough to let them do their jobs. 


Identify Performance Barriers - With your 
employees, review their current job demands 
and identify any sources of frustration or 
inefficiency. Develop appropriate plans to 
address concerns. 


Review Capabilities - Evaluate the extent to 
which you trust each of your employee's 
ability to do their job effectively. Determine if 
any capability gaps exist, and identify training 
or developmental opportunities to build skills 
and capabilities. 


Change Your Style - If you have a tendency to 
micro-manage, make a conscientious effort to 
lead in a new way. Seek candid feedback from 
people you trust and learn to lead in a new, 
more supportive way. Consider getting 
support from a coach and/or a mentor. 
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CLARIFY CURRENT SITUATION 

WHERE DO YOU STAND 


To clarify current situation in this element, and 
ofifier more clarity and understanding. Follow the 
below process; 



Assess Yourself 


Print out "ASK YOURSELF" page 
and answer the question. It will help 
you clarify your situation. 




Sit with Your Team 

Print out "ASK YOUR TEAM " page 
and use it in your interview with 
your team 






w 


Write Agreed upon 


Recommendation 


L_ 

_ J 
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ASK YOURSELF 

KNOWLEDGE SHARING WITH OTHER TEAMS: 


• Do you trust your employees to do their job? Do you 
think they are competent and capable of performing at 
a high level? 


• How would you describe your leadership style? Do 
you have a tendency to micro-manage or get overly 
involved in your staff's work? 


How well do you understand the challenges and 
demands that your employees face on the job? Are 
you clear about what they have to do to get their work 
done? Do you know of any sources of frustration or 
performance barriers 


• Think back over the past six months. What 
important decisions have your employees made? 
What important decisions have you made for them? 


CHEMISTRY THAT MATTERS 
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ASK YOUR TEAM 

KNOWLEDGE SHARING WITH OTHER TEAMS: 


• Tell me about yourjobs. What are the biggest 
challenges you are Facing right now? What additional 
authority or decision-making power would help you do 
your job more eFFectively? 


• As your manager, I want to empower you to do your 
work. Are there things I am doing that prevent you 
From Feeling authorized to do your job? Can you give 
me some examples? 


• Is there any additional inFormation or training you Feel 
you need to do your job eFFectively? 


• What's the best way we could improve in this area as 
a team? 


CHEMISTRY THAT MATTERS 













Classification: Internal Use 


BEST PRACTICES 

TIME FOR CHANGE 

After aligning with your manager and team, you will now 
be able to select the best practices which will support 
you in overcoming the causes of low favorability rank in 
this element. Choose recommended actions as per the 
below: 

Set clear expectations - Discuss performance 
expectations and make sure you and your direct 
reports have a similar understanding of roles and 
responsibilities. 


Identify Performance Barriers - With your employees, 
review their current job demands and identify any 
sources of frustration or inefficiency. Develop 
appropriate plans to address concerns. 

Review Capabilities - Evaluate the extent to which you 
trust each of your employee's ability to do their job 
effectively. Determine if any capability gaps exist, and 
identify training or developmental opportunities to 
build skills and capabilities. 

Change Your Style - If you have a tendency to micro¬ 
manage, make a conscientious effort to lead in a new 
way. Seek candid feedback from people you trust 
and learn to lead in a new, more supportive way. 
Consider getting support from a coach and/or a 
mentor. 


After selecting the action you want to work with 
Click here to write down your Action 


CHEMISTRY THAT MATTERS 





Performance Culture 


3. Clear Expectation 


What to expect in this chapter! 



Potential causes for having low 
Favorability in " Collaboration with 
other departments" element. 


Clarifying current situation using 
templates to evaluate it. 


List of best practices for your action 
planning. 
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WHY LOW FAVORABILITY? 

POTENTIAL CAUSES 


Having Low Favorability on this element could be 


due to the Following causes: 


LACK OF CLEAR PRIORITIES — Employees 
receiving conflicting messages regarding 
priorities in one's workgroup. 


REWARDS MISMATCH - Stated performance 
targets do not align with performance that is 
actually being rewarded. 


COMMUNICATION ISSUES - Employees do not 
receive inFormation about their specific work 
objectives and employee performance targets. 


INSUFFICIENT RESOURCES - Employee roles 
change Frequently in order to compensate For a 
lack oF resources. 
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CLARIFY CURRENT SITUATION 

WHERE DO YOU STAND 


To clarify current situation in this element, and 
ofifier more clarity and understanding. Follow the 
below process; 



Assess Yourself 


Print out "ASK YOURSELF" page 
and answer the question. It will help 
you clarify your situation. 




Sit with Your Team 

Print out "ASK YOUR TEAM " page 
and use it in your interview with 
your team 






w 


Write Agreed upon 


Recommendation 


L_ 

_ J 
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ASK YOURSELF 

Clear Expectation 


• What performance goals have you set recently for your 
employees? Did employees have any input into these 
goals? 


• Are you rewarding the behavior set in the performance 
goals? Why are you rewarding these behaviors? 


• Are there enough employees for the workload? If 
employees need to help out in other capacities, did you 
communicate what is expected of them? 


• Do you regularly communicate performance goals? When 
objectives change, how quickly do you inform your 
employees? 


CHEMISTRY THAT MATTERS 
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ASK YOUR TEAM 

CLEAR EXPECT A VON 


Have I eFFectively communicated to you the 
perFormance expectations oF your job? Are there 
aspects that have been overlooked or require more 
detail? 


• As objectives change, have I relayed how the changes 
impact your perFormance goals in a timely manner? 


• Are you receiving mixed messages about what your 
perFormance goals are? Am I rewarding the behaviors 
expected oF you? What can I do diFFerently? 


CHEMISTRY THAT MATTERS 
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BEST PRACTICES 

TIME FOR CHANGE 

After aligning with your manager and team, you will now 
be able to select the best practices which will support 
you in overcoming the causes of low favorability rank in 
this element. Choose recommended actions as per the 
below: 

• Conduct goal-setting meetings: : Implement 
monthly goal-setting meetings for the workgroup 
as well as the individual level. 

• Define Performance: Work with your workgroup to 
define goals, work objective, expected standards of 
performance, and ways for meeting performance 
targets. 

• Set appropriate goals: Work with each employee to 
ensure they have clear, well-developed, and realistic 
goals for the upcoming period. Set goals that are 
meaningful, realistic yet challenging, and that clearly 
relate to the workgroup's larger purpose. 


• Communication: Ensure two-way communication 
with employees to modify performance goals as 
necessary, clarify expected results, or provide 
feedback en-route to results. 


After selecting the action you want to work with 
Click here to write down your Action 


CHEMISTRY THAT MATTERS 





Performance Culture 


4. Unking Rewards To Performance 


What to expect in this chapter! 


• Potential causes for having low 
Favorability in " Collaboration with 
other departments" element. 


• Clarifying current situation using 
templates to evaluate it. 


• List of best practices for your action 
planning. 
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WHY LOW FAVORABILITY? 

POTENTIAL CAUSES 


Having Low Favorability in this element could be due 
to the Following causes: 

NOT INTERACTING ENOUGH WITH EMPLOYEES TO 

IDENTIFY TALENT — You may not be as involved as 
you should be with your teams day-to-day jobs to 
know that they should be recognized and could be 
utilized better in a higher or completely diFFerent 
position. 


TEAM NOT BEING AWARE WHAT IS EXPECTED OF 

THEM TO GET PROMOTED — Its possible that the 
team doesn't know what skills are needed in order to 
be considered For a promotion. 

NOT HAVING THE SPACE/ROLE AVAILABLE TO 
PROMOTE — Promotion may not be possible 
because there are no open positions to move a 
talented employee to a new position. 

PROMOTION NOT BEING IN YOUR CONTROL — 

Promotion may not be in your control as a manager. 
You can recommend someone to be promoted, but 
cannot Facilitate the promotion yourseIF.sa 
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CLARIFY CURRENT SITUATION 

WHERE DO YOU STAND 


To clarify current situation in this element, and 
ofifier more clarity and understanding. Follow the 
below process; 



Assess Yourself 


Print out "ASK YOURSELF" page 
and answer the question. It will help 
you clarify your situation. 




Sit with Your Team 

Print out "ASK YOUR TEAM " page 
and use it in your interview with 
your team 






w 


Write Agreed upon 


Recommendation 


L_ 

_ J 
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ASK YOURSELF 

UNKING REWARD TO PERFORMANCE: 


Is promotion in your team within your, or do you need to 
seek help from leadership? 


Are there employees on your team that should be 
recognized with a promotion? Why or why not? 


Is my team aware of what is expected from them in order 
to be promoted? 


Is there space to even promote a person? 


Is there anyone on my team working towards a 
promotion now that I am unaware of? How can I help 
them achieve that goal? 


CHEMISTRY THAT MATTERS 
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ASK YOUR TEAM 

UNKING REWARD TO PERFORMANCE: 


Does anyone Feel like they should be considered For a 
promotion at this time? Why? 


What can I do to help you build your skills so you can 
enhance your skills to work towards promotion? 


Are you aware oFwhat is expected From you in order 
to get a promotion? 


Do you Feel as iF I recognize you when you go above 
and beyond? 


CHEMISTRY THAT MATTERS 
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BEST PRACTICES 

TIME FOR CHANGE 


After aligning with your manager and team, you will now be 
able to select the best practices which will support you in 
overcoming the causes of low favorability rank in this element. 
Choose recommended actions as per the below: 


• Make sure employees are clear about expectations: 

Communicating with employees on all aspects of their 
jobs and on expectations is key. If employees aren’t 
clear on expectations, they cannot work towards 
achieving them. 


• Interact with employees and provide feedback often: 

Meet with employees regularly and provide on-the-job 
feedback. Ifyou’re not aware of all that your team is 
doing, they will never be recognized (and promoted). 
Make sure you are clear on what they are working 
towards and what their career goals may be. 


• Recognize employees equally: Consistency is very 
important. Know each of your team members, be 
involved, and recognize and promote equally. 


• Train employees to enhance job skills: If anyone on your 
team is interested in enhancing their skills and learning 
new things (which relates to promotion), find out how 
you can facilitate that training for them. Is it you that 
provides that training or someone else? 


After selecting the action you want to work 
with Click here to write down your Action 


CHEMISTRY THAT MATTERS 
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5. Performance Appraisals 


What to expect in this chapter! 


Potential causes for having low 
Favorability in " Collaboration with 
other departments" element. 



Clarifying current situation using 
templates to evaluate it. 


List of best practices for your action 
planning. 
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WHY LOW FAVORABILITY? 

POTENTIAL CAUSES 


Having Low Favorability in this element could be 
due to the Following causes: 


LACK OF CLARITY — The appraisal Feedback 
you are providing may not be clear to 
employees, causing contusion and a 
misinterpretation oF Feedback results. 

LACK OF BALANCE - You may be providing 
reviews that Focus only on the positive or the 
negative, For example not recognizing 
employees' achievements or strengths. 

LACK OF AWARENESS - You may not be as 

aware oF your employees performance as you 
should be. 

MANAGEMENT STYLE - Perhaps the way you 
conduct appraisals needs to be improved. E.g is 
there a clear structure that is Followed and are 
you communicating in a way that employees 
understand. 
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CLARIFY CURRENT SITUATION 

WHERE DO YOU STAND 


To clarify current situation in this element, and 
ofifier more clarity and understanding. Follow the 
below process; 



Assess Yourself 


Print out "ASK YOURSELF" page 
and answer the question. It will help 
you clarify your situation. 




Sit with Your Team 

Print out "ASK YOUR TEAM " page 
and use it in your interview with 
your team 






w 


Write Agreed upon 


Recommendation 


L_ 

_ J 
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ASK YOURSELF 

PERFORMANCE EVALUA T/ON: 


• What is your general approach to delivering 
performance reviews? How do you gather your 
feedback and develop your recommendations? 


• When delivering the performance review, do you 
follow a set structure? Is this the same for each of 
your employees? 


Do you think you are giving performance appraisals 
that are accurate and fair? In what ways could you 
ensure you are using accurate information? Are you 
providing feedback that takes into account all aspects 
of a person's performance? E.g. where they have 
succeeded and are doing well, and where they could 
improve? 


CHEMISTRY THAT MATTERS 
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ASK YOUR TEAM 

PERFORMANCE EVALUA VON: 


• Think about your last performance review. What was 
helpful? What would have made the process more 
helpful? 


Have you had feedback that you have perceived as 
inaccurate or unfair? In what ways were they 
inaccurate or unfair? 


• In the performance appraisal process, what should 
start doing? Is there anything I should stop doing? 
What should I continue doing? 


CHEMISTRY THAT MATTERS 
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BEST PRACTICES 

TIME FOR CHANGE 


After aligning with your manager and team, you will now be 
able to select the best practices which will support you in 
overcoming the causes of low Favorability rank in this element. 
Choose recommended actions as per the below: 

• Gather accurate Feedback: Performance reviews are 
most effective when they are based on clear, 
objective, rich feedback. To ensure you are providing 
accurate feedback, gather data from multiple sources 
(e.g., customers, peers) throughout the year. 

• Deliver a balanced message: Performance reviews 
work best when they identify both strengths and 
opportunities. Look back at your reviews from last 
year. Did they provide a balanced message? If not, 
note your tendencies (e.g., over-focused on positive 
or negative) and plan to deliver a more balanced 
message on upcoming reviews. 


• Involve your employees: Ask your employees to 
complete a self-assessment before their scheduled 
performance review. Read through their self- 
assessment and see how it corresponds with your 
review. 


• Be clear: Ensure you are delivering the review clearly 
and are communicating in a way that your 
employees understand. 


After selecting the action you want to work with 
Click here to write down your Action 


CHEMISTRY THAT MATTERS 
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6. Setting Clear Priorities: 


What to expect in this chapter! 


Potential causes for having low 
Favorability in " Collaboration with 
other departments" element. 



Clarifying current situation using 
templates to evaluate it. 


List of best practices for your action 
planning. 
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WHY LOW FAVORABIUTY? 

POTENTIAL CAUSES 

Having Low favorability in this element could be 
due to the following causes: 


LACK OF CLEAR PRIORITIES - Employees 

receiving conflicting messages regarding priorities in 
one's workgroup. 

COMMUNICATION ISSUES — Employees do not 

receive information about their specific work objectives 
and employee performance targets. 

UNREALISTIC GOALS — Performance goals are set 
without employee input or performance feedback. 

REWARDS MISMATCH — Stated performance 

targets do not align with performance that is actually 
being rewarded 
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CLARIFY CURRENT SITUATION 

WHERE DO YOU STAND 


To clarify current situation in this element, and 
ofifier more clarity and understanding. Follow the 
below process; 



Assess Yourself 


Print out "ASK YOURSELF" page 
and answer the question. It will help 
you clarify your situation. 




Sit with Your Team 

Print out "ASK YOUR TEAM " page 
and use it in your interview with 
your team 






w 


Write Agreed upon 


Recommendation 


L_ 

_ J 
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ASK YOURSELF 

CLEAR PRIORITIES: 


• When was the last time I communicated the goals for the 
workgroup? How often have I spoken to the workgroup 
about their performance objectives over the past year? 


• Have I informed the workgroup what I expect of them? Do I 
consistently reward my employees for these behaviors? 


• Thinking about past performance, are the workgroup 
goals too hard or easy? Have any employees spoken up 
about the goals being “too much?” Have I listened to their 
feedback? 


• Have I been specific and consistent in what I tell 
employees about my expectations of them? 


CHEMISTRY THAT MATTERS 
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ASK YOUR TEAM 

CLEAR PRIORITIES: 


When was the last time I spoke about goals for the 
workgroup? Did I provide enough detail? 


Do you feel left out of the goal-setting process for the 
workgroup? Have I listened to your concerns? 


Am I sending mixed messages about what I expect from 
the workgroup? Am I rewarding the behaviors I expect 
from you? 


Have the workgroup’s goals been realistic? How can I 
improve the feedback process in setting these goals? 


CHEMISTRY THAT MATTERS 
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BEST PRACTICES 

TIME FOR CHANGE 


After aligning with your manager and team, you will now be 
able to select the best practices which will support you in 
overcoming the causes of low favorability rank in this element. 
Choose recommended actions as per the below: 


• Set goals: Formally documentyour workgroup’s 
performance objectives for the coming year. Set shared 
goals that are meaningful and realistic, yet challenging. 


• Team planning: Encourage employees to plan together 
how to solve the workgroup’s challenges. Provide as 
much management support as necessary for workgroup 
requests. 


• Communicate regularly: Regularly meet with employees 
to clarify the workgroup’s monthly or quarterly objectives 
and the results you expect. Publish team metrics where 
all employees can keep track of progress. 


• Be consistent: Maintain consistency in what behaviors 
are encouraged in your workgroup. Review performance 
appraisals, bonus plans, and promotion practices to 
ensure that the workgroup’s goals are clear and given 
attention. Share examples of the sorts of behaviors you 
would like to see. 


• Obtain feedback: Maintain communication with your 
workgroup and encourage honest feedback on goals that 
are unrealistic. Modify goals where necessary. Encourage 
employees to share any challenges or frustrations they 
are having meeting the workgroup’s goals. 


After selecting the action you want to work 
with Click here to write down your Action 


CHEMISTRY THAT MATTERS 





Performance Culture 


7. Clear Accountabilities: 


What to expect in this chapter! 


Potential causes for having low 
Favorability in " Collaboration with 
other departments" element. 



Clarifying current situation using 
templates to evaluate it. 


List of best practices for your action 
planning. 
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WHY LOW FAVORABILITY? 

POTENTIAL CAUSES 


Having Low favorability in this element could be 
due to the following causes: 


COMMUNICATION GAPS — You may not be 

communicating clearly who is responsible for what. 

ALIGNMENT — There may not be alignment 
between team goals and the goals of the overall 
business, leading to uncertainty of individual 
responsibilities. 

INSUFFICIENT RESOURCES — Employee roles 
might change regularly to compensate for a lack of 
resources which could lead to uncertainty. 
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CLARIFY CURRENT SITUATION 

WHERE DO YOU STAND 


To clarify current situation in this element, and 
ofifier more clarity and understanding. Follow the 
below process; 



Assess Yourself 


Print out "ASK YOURSELF" page 
and answer the question. It will help 
you clarify your situation. 




Sit with Your Team 

Print out "ASK YOUR TEAM " page 
and use it in your interview with 
your team 






w 


Write Agreed upon 


Recommendation 


L_ 

_ J 
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ASK YOURSELF 

CLEAR RESPONSIBILITIES: 


• Do employees see a job description before or when they 
join the company? Are roles and responsibilities 
discussed with new joiners or when employees move into 
new roles? As objectives change, do you inform 
employees how this might change their responsibilities? 


• Think about the way you communicate responsibilities to 
your direct reports. Are you clear on your expectations? 
Do you check for understanding? 


• Do your team members understand how their roles and 
responsibilities contribute to the company’s larger 
success? 


CHEMISTRY THAT MATTERS 
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ASKYOUR TEAM 

CLEAR RESPONSIBILITIES: 


• Our results suggest that our team members do not 
feel clear about who is responsible for what. Can 
you tell me what you understand your 
responsibilities are? 


• As objectives change, have I informed you in a 
timely manner how this might change your 
responsibilities? 


• Do you understand how your responsibilities 
contribute to the company’s larger success? 


CHEMISTRY THAT MATTERS 
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BEST PRACTICES 

TIME FOR CHANGE 


After aligning with your manager and team, you will now be 
able to select the best practices which will support you in 
overcoming the causes of low favorability rank in this 
element Choose recommended actions as per the below: 


• Be clear about individual responsibilities: Set aside time 
during your 1-on-1 meetings to clarify individual 
responsibilities. Although team goals are important, 
success is more likely when individual responsibilities are 
clear to avoid unnecessary overlap. 


• Link with the bigger picture: Ensure that the overall 
business goals are talked about so employees get an 
understanding of how their responsibilities contribute to 
achieving this. 


• Communicate: Ensure regular communication as 
responsibilities might shift as objectives change. 


• Partner with Human Resources: Where role descriptions 
do not exist, partner with HR to create these. This will 
even support the recruitment and selection process 
which should lead to the ability to identify the correct 
person fora specific role more accurately. 


After selecting the action you want to work 
with Click here to write down your Action 

L 1 


CHEMISTRY THAT MATTERS 






MANAGE YOUR ACTIONS 

What to expect in this chapter: 


> A template Form to write all your Actions For 
the elements which you have selected 

>Plan your Actions SMARTS 


> Prioritizing actions using the matrix 


>The Flow For choosing actions 


>lmplementing and tracking actions 
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PLAN YOUR ACTION(S) 

Write the two or three elements that you selected 
and their recommended actions below; 


ELEMENT: 


Actions: 



ELEMENT: 


Actions: 



ELEMENT: 


Actions: 



Click Here And 
Select Another 
Element 


You Actions Are 
Complete Click 
Here For Next 
Step _ 


CHEMISTRY THAT MATTERS 
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KEEP IN MIND 

YOUR ACTION(S) NEED TO BE SMART(S) 



Specific steps: create detailed 
descriptions For each step oF your plan 

Measure and Follow-up: track your 
progress, send reminders, update statuses, 
and periodically evaluate the plan. 

Actionable items : ensure all action item 
owners have control/infiuence over the 
selected items. 

Realistic goals: unreachable goals can be 
de-motivating 

Time bound: indicate completion dates 
For each step 


Situational Factors: take into 
consideration your current situation and 
the broader context For your part oF the 
business 
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CHOOSE YOUR ACTIONS 

FLOW TO CHOOSING ACTIONS: 


Actions: 

What do we 
want to 
improve? 

Base this on the 
survey results 

What are the 
steps that you 
and your team 
will take? 

What are the key 
milestones or 
dates to check-in 
on the progress. 


Level oF Others 
Involvement 

Level oF Impact 
and Effort 

Type oF 
Action 

1. Actions that 
you could take 
without no 
other approvals 

1. High Impact/ 
Low EFFort 

1. Behavior, 
Communicati 

I 


on and 

2. Actions that 
you could take 

2. High Impact/ 
High EFFort 

Expectation 

that would 



require other 
approvals 

2. Low Impact/ 
Low EFFort 


3. Actions that 
others could 
take 

2. Structure: 
Policy or 

3. Low Impact/ 
High EFFort 

Procedure 
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PRIORITIZE YOUR ACTIONS 

PRIORITIZING ACTIONS MATERIX: 


• A priority chart would help to enable you to select 
which actions to take 

• Determine 1 strength to leverage and 1 opportunity 
to address 

• Prioritize eFForts where the biggest impact can be 
Felt 

• Have at least 1 high impact action in your plan 

• Decide upon 1 to 3 actions you want to include in 
your team's actions plans. 

• Focus on actions that Fall within your level oF 
authority 


LOW EFFORT 
HIGH IMPACT 

Great 

Opportunity 

IMPACT 

HIGH 
EFFORT 
HIGH IMPACT 

Consider Effort 
vs. Reward 



EFFORT 



HIGH 

LOW EFFORT 


EFFORT LOW 

LOW IMPACT 


IMPACT 

Easy Win 


Not a Great 



Opportunity 
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IMPLEMENT YOUR ACTIONS 


AFter having a clear Action plan start implementing 
it. And use Sirota Action tracker to track you 
progress. 


Click Here For Additional Supporting 

Resources 
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SUPPORTING RECOURSES 

ADDITIONAL USEFUL MATERIAL 



CHECKLIST 



MANAGERS TRAINING PACK 


fRAINING SESSION VIDEO 



Action Tracker Guide 













